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Abstract 
The purpose of the present research is to study the relationship between the alignments of different typologies of strategies for 
organizational change strategies (structure, technology, culture, human resources, and goals) with improving the performance. By 
applying the qualitative and quantitative methods approved that 1) The more the alignment among the typologies of 
organizational change strategies increases regardless of their group (high performance, medium performance, and low 
performance), the more their performance improves And 2) The more the alignment among the typologies of organizational 
change strategies increases in a specific group (low performance organizational group), the more their own performance 
improves. 
© 2011 Elsevier Ltd.  
Selection and/or peer-review under responsibility of the
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1. Introduction 
Organizational change strategies contain five infrastructure strategies. These strategies include goals, human 
resource, technology, structure and culture and when they are changing the organization also will be changed 
accordingly. The alignment issues strategies are the best way to achieve an optimum model. In study of change 
strategies, it has been always attempted to consider one strategy as a main priority among total change strategies and 
approved that high-performance of organization is only resulted by the related strategy. On one hand, it doesn’t 
seem to be performed a research that can relate all different typologies of organizational change strategies to their 
performance, and the other hand, it can be mentioned that previous studies wouldn't have likely approved the 
relationship between alignments with performance, according to available data. 
In this study, by applying qualitative method, we first intended to answer this question " can the alignment 
enhancement between different typologies of organizational change strategies (structure, technology, culture, human 
resources, goals) improve the performance, according to the strategic reference points (high control / internal 
attention, high control / external control, low control / external attention, low control / external control)? If yes, 
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qualitative research will ask the question "what kind of model does typology of the change strategies of multi-
various organizational performance (high, medium, low) have? To obtain these typologies, research can lead to 
create a model. To test the model derived from qualitative research and ensure the results, available samples will 
also be examined by quantitative method. In the present method, the question is being asked "what relationship is 
there between increasing the alignment of typologies of organizational change strategies (structure, technology, 
culture, human resources, goals) with improving organizational performance? 
2.  Literature review 
Management literature indicates that each expert finds a factor more involved in an organizational stimulus 
among others. Widdis (2003), Szamosi and Duxburie (2002), Seely (2000), Bamberger and Meshowlem (2001) have 
shown that the human resource is very important in the success of organizational change. They found human 
resources as an oriented organization and other issues or factors of organizational change are known as their 
function. Thus, to their point of view, the organization is based on human resources. Some assumed that structure 
causes to change. Hall (2001) and chandler emphasized on this and believed that other change variables were 
influenced by structure. Organization is based on structure, with regard to their viewpoint. Some group knew 
organization based goals as a primary and stimulus to change the organization. This assumption can be seen in Miles 
and Snow (1994) literature. They supposed if the organization identifies its goals and direction, other change 
variables would necessarily be influenced. The organization was called organization based goals. Emerging 
technology on management era led to the organization based technology. Woodward and Thompson thought that 
other change factors are influenced by technology and the organization was considered organization based 
technology.  Finally, some other scholars such as Harrison, Martin, and Schnider and Handy considered culture as a 
foundation of organizational changes. Although they believed that the cultural changes was slow, they knew 
organization is culture (Afjeh; 2001). Despite various attitudes of experts, each of them jointly used the reference 
points to explain their own viewpoint which led to create different typologies of change strategies or issues. For 
example, Bamberger and Meshowlem (2001) achieved to four typologies of human resources strategies in a commit, 
fatherly, secondary and contracting manner, using two strategic reference points of product control (yield) or 
process control (behavior) in one hand, and the domestic labor market or external labor market on the other hand. 
Peru achieved four complicated typologies of technology, ordinary, engineering, art / industry and complex using 
two strategic reference points, "task variability" and "task analyzability". Regarding culture, Dennison and Mishra 
presented four culture typologies including procedural continuity, mission, participatory and flexibility, introducing 
two reference points, the strategic emphasis (inside or outside) and the environmental needs (stability or flexibility) . 
Using the spectrum of both mechanical and organic structures, Burns and Stalker tried to describe components of 
each of these structures (Burns and Stalker; 1999). Daft converted these two conditions to four typologies (Daft; 
2001) and the related objectives were inspired by typology pattern of Miles and Snow. They attained four goal 
typologies or four organizational strategies including defender, reactor, analyzer and prospector, using two reference 
points, radical changes and great uncertainty on the one hand and incremental changes and low uncertainty (Miles 
and Snow; 1994) on the other hand. Thus, the first and most important effect of strategic reference points is to create 
typologies of strategic organizational change, it means that reference points play an important role for separation 
criterion. Since previous researches represented the relationship between high performance of organizations and 
managers' emphasis on giving importance of change as an organizational stimulus, the question was raised "whether 
do these approaches suffice to high-performance of the organization separately? According to Enennaam (2006), it 
seems that although the emphasis on change strategies could be used as a prerequisite for organizations' success, the 
alignment between these strategies are sufficient condition. On the other hand, Joshi et al have ever not approved the 
direct relationship between performance and the alignment, as well the relationship was only meaningful under the 
conditions of moderator variables, and this claim has been emphasized by West and Schwenk, Homburg et al and 
Lindman et al (Joshi et al; 2007), Therefore, study the mentioned relationship plays an important role in 
management literature. 
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3. Methodology 
Both methods were used in present study. The qualitative method was first used and finally led to create the 
model and the results. Then quantitative method was used to overlap results from qualitative research. Both 
methods, so-called triangulation, were used through a) several methods (qualitative and quantitative methods); B) 
some researchers; C) some tools including questionnaires, semi-open interviews and observation. The sampling of 
present study included all foreign airlines operating in Iran continually during 2000-2005 and none of them stopped 
their activity. There were 12 companies by judgment approach, and also seventy-one were interviewed. 
This study used grounded theory in qualitative research due to 1) lack of change the natural conditions of sample 
population; 2) reluctance to change or implement variables; 3) try to create understanding of specific phenomenon; 
4) use of different methods in collecting data; 5) try to identify the causal relationship through the expansion of 
theory; and 6) emphasis on data rather than predetermined assumptions. 
4. Topology of the performance of sampling 
Lydeka and Kavaliauskas model is used for topology of the performance of airlines. According to this model, 
companies are divided into four categories (Lydeka and Kavaliauskas; 2006): 
1. High effectiveness, high efficiency.  
2. Low effectiveness, low efficiency.  
3. High effectiveness, low efficiency.  
4. Low effectiveness, high efficiency. 
The sampling of present study was located in group 1, 2, 3 & 4. Using the model explained by diagram (1), 
organizational performance can be extracted from actual documents during the six years and then level of efficiency 
and effectiveness was graded based on the percentage at the end of each year (level of efficiency and effectiveness 
of the strongest companies is equal to 100% in each year and other companies was calculated based on percent-
making). Place and position of each company were obtained by transferring Efficiency and Effectiveness Percent of 
each company to the diagram for total six years. 
                                                                                        Efficiency                                       
 
 
 
 
 
 
 
 
                                   
 
 
Figure 1: diagram of companies' classification based on effectiveness and efficiency criteria (Lydoka and Kavaliauskas; 2006) 
5. Qualitative research results 
A conceptual model was obtained through which typologies of companies were selected as successful, semi-
successful, relatively successful and unsuccessful (beforehand, they were shown at topology), after collection, 
classification and summarization of data and its conversion to concise information based on similarities of specific 
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subject (open, axial and selective coding). Each of these conceptual models relies on numerous sets of questions and 
answers from respondents which avoid presenting in this paper.  
Typologies presented in conceptual models of each organizational group were the most frequency answered by 
respondents; in successful companies, for example, the frequency of typology 4 for Emirates, Lufthansa and Air 
France/KLM airlines were 21, 19, and 16 respectively. In other words, the more the performance of airlines (intra-
group) will improve, the more the alignment (inter-group alignment) will increase. The above mentioned is applied 
in total companies, it means, the more the performance between whole airlines improves, firstly, the more the 
typologies increase from 1 to 2, then to 3 and finally to 4 and secondly the more alignment between frequent 
typology increases. The summary of above results is shown as following table.  
Table 1: Typology of identified organizational categories (qualitative method) 
Alignment 
level Structure Technology 
Human 
resource 
Culture Goal Reference point Companies group 
3 3 3 3 4 4 4 Successful  
2 2 2 2 3 3 3 Semi-successful  
2 1 1 1 2 2 2 Relatively successful 
2 1 1 1 1 1 1 Unsuccessful  
 
Thus, qualitative research results from applying Strauss and Corbin and Pundit paradigm model were as follows:  
1. Airlines based categories are goals, structure, technology, culture and human resources.  
2. The frequent strategic typology of successful, semi-successful, relatively successful and unsuccessful companies 
is 4, 3, 2 and 1, respectively. 
3. The more the organizational performance improves, the more typologies of strategic change variables increase 
from 1 to 2, then to 3 and finally to 4 respectively. 
4. The more organizational alignment increases from unsuccessful to relatively successful, semi- successful and 
successful, the more efficiency and effectiveness improve.  
5. The more the efficiency and effectiveness of companies increase, the more the typologies strategic change 
variables increase from 1 to 2, then 3 and finally 4 respectively.  
6. Even there is a dominant typology within the groups, in result, the more the alignment of variables around the 
dominant typology, the more the efficiency and effectiveness improve. 
Thus at the end of qualitative research results, the theoretical model was concluded as follows (see Fig. 2): 
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Figure 2: Theoretical framework of research: Typologies of change strategy  
To elaborate the model, following items should be considered: 
1. Organizations are categorized based on strategic reference point (more or less control and emphasis on the inside 
or outside of the organization) into 4 groups. 
2. In each of these four-groups, change strategies (goal, structure, human resources, culture and technology) have a 
particular typology. For example, organizational group 1 has typologies of strategy Type 1 and organizational 
group 4, has typologies of strategy Type 4. There are four typologies (objectives, structure, human resources, 
culture and technology) for each strategy.  
3. Each typology has been described in figure 2 and Table 3, for example, organizations in group 1 strategies have 
typologies of complex mechanical structure, simple and repetitive technology, fatherly human resources, 
defensive goal and bureaucratic culture. In addition, the reference point of these organizations is type 1, it means, 
attention to inside of the organization alongside with high control is paid.  
 
The mentioned model was based on quantitative research method and it tested the following hypothesis: 
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control / attention to outside) , when the alignment between typologies of organizational change strategies (structure, 
technology, culture, human resources, goals) increase, it will improve the performance.  
6. Methodology (quantitative method) 
The quantitative method was result of field studies and co relational ones. This method has been done as follows: 
By applying the conceptual model derived from qualitative research results, organizations can be classified into their 
performance and typologies of strategic change variables. Thus, 
1. The organizational performance was found (6 year period) by formal and informal reports given by public and 
non-governmental organizations, scale of flights and market share of Airlines operating in Iran. Thereafter 
respondents were selected and classified. The details will be explained in sampling typology of present study 
section. 
2. Typologies of airlines change variables were examined by researcher-made questionnaire and sending it to 
companies introduced in item 1. 
3. The second researcher-made questionnaire was distributed subsequently into respondents to identify status of 
moderator variables (low and flexible controls on one hand, and attention to inside and outside of the company, 
on the other hand). Thus, the level of strategic reference points of the airlines was determined accordingly.  
4. Finally, statistical tests were performed by applying typology of strategy or change variables of each airline in 
one hand and their strategic reference point on the other hand. Because of the limited statistical population, 
available samples together with Cronbach's alpha were used to measure reliability tools (questionnaires). The 
content validity (formal) alongside with the elite and masters in strategic management were used to support 
validity of research tool. Industry managers also were inquired to strengthen the validity. The kind of applying 
statistical tests (correlation, ANOVA ...) were selected based on research question and hypothesis. 
Table 2: Population, sample and how to test quantitative method 
Second questionnaireFirst questionnaireNumber of samplesNumber of companies (research population)
Test Subject: Typology of  
strategic reference points of 
companies include: a) the type 
of emphasis on inside or 
outside; b) Control type (strict 
or flexible)  
Total Questions: 14 five-choice 
Question 
Test Subject: typology of  
strategic change of 
companies (human 
resource, structure, culture, 
technology and goals)  
Total questions: 20  four- 
choice questions
On average, 71 
respondents from 12 
companies, The six out 
of every company. 
responded to 
questionnaires
Among all companies, 12 
airlines had continuously 
flied to Iran (except for 
Saudi Arabia airline was out 
of the test because of the 
monopoly of Hajj route) 
during 2000-2005
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7. Quantitative research results 
Results gained in quantitative methods were:  
1. There is significant relationship between typologies of airlines strategies (structure, technologies, goals, human 
resources, culture) and strategic reference points with the performance. In other words, the first effective 
strategies to improve the performance include structure, technology, goals, human resources and culture. And 
then it was shown that the dominant typologies of airlines strategies are described in Table 1 as follows: 
successful, semi-successful, relatively successful and unsuccessful companies have managed four topologies, 4, 
3, 2 and 1, respectively.  
2. The significant relationship between typologies of airlines strategies (structure, technology, goals, human 
resource, and culture) and the strategic reference points were accepted (as described in Table 1). In other words, 
there is significant relationship between typologies of airlines strategies and "strategic reference points", when 
these typologies were changed from 1 to 2, then to 3 and finally 4 respectively, strategic reference points changed 
accordingly. The results gained in stage 1 and 2 are described in table 3. 
Table 3: The relationship between typologies of change strategies and reference points with Airlines performance
Performance Typology of strategic 
reference points 
Typology of change strategies 
Subject of 
typology Culture Goal Human 
resource 
Technology Structure 
Unsuccessful Attention to inside/ high  control  Bureaucratic  Defensive  Fatherly 
Simple/ 
repetitive  
Very 
mechanical 1 
Semi-
successful 
Attention to outside/ 
high control  Mission Reactor Secondary Engineering Mechanical 2 
Relatively 
Successful 
Attention to inside/ 
Flexible  control  Participatory  Analytic  Committed  Artistic  Organic  3 
Successful Attention to outside/ Flexible  control  Flexibility  Pioneering  Contractor  Complicated  Very organic 4 
 
3. The significant relationship between improvement of performance (efficiency and effectiveness) with increase 
the alignment of the whole airlines (no classified into successful, semi-successful, relatively successful and 
unsuccessful companies) was examined. To obtain the level of alignment, at first the dominant strategy of 
each company was obtained. Then, the level of alignment of each company including proportional frequency 
of related observations to the dominant typology was obtained in compared to their efficiency and 
effectiveness respectively. Emphasis on gained correlations between alignment variable with efficiency and 
effectiveness showed a significant relationship between "strategic alignment of typologies" and airlines 
"efficiency and effectiveness". Statistical test results showed:  
3.1. The more the alignment increases unsuccessful to relatively successful, semi- successful and successful 
companies, the more their performance improves. 
3.2. The more the alignment increases unsuccessful to relatively successful, semi- successful and successful 
companies, the more their effectiveness improves. 
3.3. The more the efficiency and effectiveness improve, the more typologies of strategic change variables 
increase from 1 to 2, then 3 and finally 4 respectively. 
3.4. Quantitative research tends to discover that although there is relationship between alignment increases in 
total companies with their performance, whether this intra-group relationship having the same typology of 
dominant strategy is true or not. To do this, the relationship between the alignment of each group with the 
efficiency and effectiveness of the same group was examined and the results were reflected in Table 4. 
 
The data described in table 4 show that the more the alignment increases unsuccessful to relatively successful, 
semi- successful and successful companies, the more their effectiveness and efficiency improve. In other words, 
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there is a direct relationship between the alignments of different typologies of strategies of structure, technology, 
culture, human resources, goals, strategic reference point with improving the intra-group performance of airlines. 
 
Table 4: The relationship between the alignment with the efficiency and effectiveness in successful, semi-successful, relatively successful and 
unsuccessful companies 
 
Degree of 
efficiency 
Degree of 
effective-
ness 
Degree of 
alignment 
Level of 
efficiency 
Level of 
effective-
ness 
Proportional 
frequency of 
alignment 
Number of 
observation 
Frequency 
of alignment 
Dominant 
typology 
Airline/ 
Company 
1 1 1 99 100 0.583 36 21 4 Emirates 
2 2 2 98 64 0.527 36 19 4 Lufthansa 
3 3 3 97 54 0.444 36 16 4 K.L.M/ Air France 
1 1 1 81 36 0.555 36 20 3 Gulf Air 
2 2 2 79 32 0.500 30 15 3 Turkish Airline 
1 1 1 80 22 0.527 36 19 2 Alitalia 
3 3 3 72 14 0.500 42 21 2 Kuwait 
4 2 2 54 21 0.527 36 19 2 British Airways 
2 4 4 78 12 0.466 30 14 2 Syria 
1 1 1 48 14 0.555 36 20 2 Austrian 
2 2 2 47 12 0.500 36 18 1 Aeroflot 
3 3 3 45 7 0.444 36 16 1 Azalea 
8. Conclusion 
This study could confirm the relationship between performance and the alignment, although Joshi et al. (2007) 
declared that there was no direct relationship between these two and believed that the relationship was only 
meaningful under the conditions of moderator variable. Moreover, since the successful, semi-successful, relatively 
successful, and ultimately successful companies enjoy an evolutionary cycle (typologies of 1 to 2, then 3 and 
finally 4), the results of this hypothesis were in accordance with Verweire and Van den Berge (2003) "Integrated 
performance management," emphasized on "mature alignment literature". The main hypothesis started to complete 
and confirm the mentioned models, in addition to confirm the relationship between the alignments of all 
organizational change strategies with performance variable  (effectiveness and efficiency), the single factor 
alignment models such as Paul Cousins (2003) and Michael Beer (2005) who emphasized solely on the strategy as 
the only stimulus of organizational changes, or the two-factor alignment model such as Venkatraman (2007) who 
emphasized on the relationship between IT and business area with regard to two reference points of attention to 
organizational in and out. On the other hand, the above approved hypothesis was in consistent with Enennaam who 
declared that successful companies are looking for alignment and continuity. 
The results gained in strategic change variables and their relationship with the performance, were in consistent 
with Weisbord, R. " six factors to look with or without a theory" (2003), Pettigrew A., Whipp R.;" managing change 
for competitive success" (1992) and Tvorik, S. J., and Mc. Givern M. H.;" determinants of organizational 
Performance" (1997). But the mentioned researchers examined one-dimensional effect on performance, while this 
study found four typologies of strategy for each change strategy; consequently, the relationship between these 
typologies and performance causes a kind of company classified as successful, semi-successful, relatively successful 
and unsuccessful. According to this classification, it can be declared that the above approved hypothesis can cause 
to complete the previous researches in the field of organizational change issues or strategies through typology of 
change strategies.  
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9. Suggestions 
Since the results confirmed that there is a relationship between change variables (structure, human resources, 
technology, culture and goals) and strategic reference points with the performance (effectiveness and efficiency), 
and it has been a positive prospective, thus to improve organizational performance, first the strategic change 
variables need to be aligned with each other and then with the strategic reference points. To improve the 
performance, at first, typology of the strategies must be identified by top managers of organizations, and then the 
typologies will be aligned together. Based on the research model, each industry organization consists of a cluster 
due to typology of dominant strategy. To the extent that typologies of organizational change strategies enjoy more 
alignments through dominant typology, so the organization will improve significantly performance within this 
cluster. Based on determinant of typology of the strategy, It can be determined at least one cluster and a maximum 
four clusters. To improve the performance and the growth, organizations should make an alignment between 
typologies of change strategies and their own reference points. This alignment can improve the organizational 
performance in its clusters.  
Organization reached to saturation point of internal alignment at this stage but it can be converted to other 
typology by paradigm shift mechanism to improve the continuous performance. Change in the typologies of 
organizational strategies requires to change the organizational approach toward the strategic reference points and to 
change the strategic variables accordingly. At this stage, the organization moves from its specific industry cluster to 
other cluster in the same industry. In alignment literature, such organization should know that the prerequisite for 
improvement of the performance is to align between the typologies of change strategy and also the sufficient 
condition for alignment between these typologies and reference points. Compliance with these conditions, 
organizations can also improve both the performance on that group, and also do it continuously on its organizational 
growth and maturity stages. 
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